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Abstract
Staffing shortages have been a growing area of concern for school districts, which has driven
research over the years. This literature review examined the effects that staffing shortages have
on student learning and student achievement. Additionally, many components of staffing
shortages, such as the potential causes behind staffing shortages and recommendations for best
practice strategies and interventions to successfully overcome staffing shortages, were also
addressed throughout the literature review. Many researchers discovered that staffing shortages
were caused by a variety of reasons, including working conditions, compensation, support from
administration or school leaders, and stress, leading to burnout. Although there are a variety of
factors related to teacher turnover and staffing shortages across school districts, comprehensive
strategies must be considered to effectively overcome the challenges associated with staffing
concerns. Studies have shown that staffing shortages can be addressed through best practice
strategies and interventions that increase support towards educators, enhance working conditions
and decrease stress, allow for alternative licensing opportunities, and provide incentives to
increase the number of candidates being prepared to teach within each school district. Research
has shown that due to the variety of factors related to staffing shortages, school districts cannot
simply look for a single solution, as this problem is far too complex. A multitude of proactive
strategies must be put in place and sustained overtime to allow all students to experience success
throughout their educational experiences.
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CHAPTER 1: INTRODUCION
School districts are constantly in a current state of “thrive” or “survive,” with each day
bringing its own set of unique challenges to overcome. In particular, school districts of all sizes
across the United States are experiencing major problems with teacher shortages; school districts
are not only struggling to recruit fully certified educators, but also to retain them (Barth et al.,
2016). Staffing shortages occur for a variety of reasons, making it difficult for school districts to
have fully qualified teams, especially in the area of special education (Mason-Williams et al.,
2020). According to Sutcher et al. (2016), 48 states have identified a shortage of special
education teachers and other related service providers. In addition, half of all schools in the
United States and 90% of high-poverty schools struggle to find qualified special education
teachers. These statistics reflect how special education teacher shortages have the potential to
impact student learning, especially learners with the highest needs.
Teacher turnover in high-needs schools (HNS), or schools that serve a larger number of
students with disabilities, economic disadvantages, or other educational obstacles, is a critical
issue (Ansley et al., 2019). The amount of teacher turnover is detrimental to student learning, as
there are many necessary specific student needs in order for students to experience academic
success (Ansley et al., 2019). There has been a growing number of teacher shortages in
conjunction with an increase in special education student enrollment (Barth et al., 2016). In order
to overcome the negative impact that staffing shortages have on student learning, schools must
identify and implement strategies to build a stronger teaching profession. To develop strategies
that will be utilized in school districts over time, policymakers must directly address the reasons
teacher candidates decide to not enter the field or decide to leave the profession.
I have been teaching in the field of special education for four years, and have gained firsthand experience with the complexities of not only the teaching shortages, but also the
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paraprofessional shortages, within my school district and across other school districts. As the
number of teacher candidates available to teach in open positions seems to continually decrease,
the difficulty of finding qualified substitutes and available candidates willing to teach over the
school years has proven problematic. The shortages within my school district have not only
increased the work and responsibilities for each teacher, but also cultivated stressful working
conditions that hindered both teacher-teacher relationships and student-teacher relationships. The
stressful environment and increased workloads made it difficult to adequately prepare materials
for each lesson and to have adequate time to collaborate with other professionals to enhance the
learning environment. Throughout my experience, other educators and I have gone without
proper lunch and prep time due to shortages and the need to cover classrooms that are short
staffed. When covering other classrooms, students with special education needs would not be
able to be offered proper services, as the special education teachers would be unavailable due to
unforeseen staffing shortages. This lack of proper instruction hinders the students’ ability to
receive consistent instruction, diminishing their ability to make adequate progress and achieve at
their highest potential. Through all of my personal and witnessed experiences, I have been
perplexed by the ever-growing concerns associated with staffing shortages. Seeing the
detrimental effects on student learning and achievement, I found myself wanting to dig deeper
into the potential causes such that I could foster strategies in my school district.
Research Rationale
Educators choose to leave a school district for many reasons. It is critical to gain an
understanding of the potential causes for staffing shortages in order to develop strategies that
cause teachers to seek other jobs or remain in their current positions (Carver-Thomas & DarlingHammond, 2017). According to Dee and Goldhaber (2017), concerns about how school districts
recruit, train, and compensate their educators have sparked research revolving around teacher
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turnover and teacher shortages. It is important to recognize that turnover happens across all
career paths; however, the teaching profession has struggled with consistent shortages that have
progressed over the last few years. Although low rates of turnover have the potential to reap
positive benefits for schools, especially if ineffective teachers leave, high turnover rates result in
greater struggles for students, staff, and school leaders (Dee & Goldhaber, 2017). Research could
help shed light on the causes of high turnover rates, which would allow districts to implement
effective strategies to lower this number. Ansley et al. (2019) reported that teachers are more
likely to stay, even in HNS, when the work climate is positive and supportive. Although staffing
shortages exist across the field of education, they are most prominent in specific content areas,
such as special education (Nichols et al., 2008). Special education leaders must address each
factor contributing to staffing shortages in order to foster a positive environment that benefits
both educators and students.
Staffing shortages are not only detrimental to student outcomes, but they also have the
potential to adversely influence the satisfaction of current educators. One of the biggest
recommendations I see currently working in the field of special education is to think of educators
as “people first.” Ansley et al. (2019) identifies that school leaders can build a positive school
environment if they maintain work relationships that are built on respect and trust. This can
create favorable outcomes for students and favorable outcomes for educators in the form of
increased job commitment and job satisfaction. As the concerns with teacher shortages continue
to rise in many United States school districts, it is important that each district develop multiple
strategies and approaches to combat the negative effects of teacher shortages; this problem is too
complex to be solved with one simple solution. A comprehensive set of strategies must be put in
place at the federal, state, and local levels to build a stable teaching profession (Sutcher et al.,
2019).
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Definitions
The important definitions in this paper are:
Effective Teachers: those that are knowledgeable about their content area, knowledgeable and
care for their students, address higher and lower cognitive objectives, and accept responsibility
for their student outcomes and success (Etim et al., 2020).
Free and Appropriate Public Education (FAPE): A legal right for all students with disabilities to
be provided with proper education to meet their unique needs. (U. S. Department of Education,
2017c)
High-Needs Schools (HNS): schools that serve a larger number of students with disabilities,
economic disadvantages, or other educational obstacles (Ansley et al., 2019).
Individuals with Disabilities Education Act (IDEA): Legislation that ensures all students with
disabilities are provided a free and appropriate public education. (U. S. Government Publishing
Office, 2004).
Retention: the teachers who remained in the same teaching positions as the previous school year
(Billingsley, 2004).
Student Achievement: The students’ performance in all academic areas (Ronfeldt et al., 2013).
Student Learning: the measurable skills of a specific learner related to the participation in
educational activities (Carver-Thomas & Darling-Hammond, 2017).
Teacher Attrition: The percentage of teachers leaving the teaching profession in a given school
year (Berry & Shields, 2017).
Teacher Demand: the total number of teachers that are required to effectively educate the
nation’s student population (Darling-Hammond & Carver-Thomas, 2019).
Teacher Shortage: the extent to which there are not enough fully certified teachers to fill needed
teaching positions (Boe & Cook, 2006).
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Teacher Stress: a mismatch between the pressures and demands of a position and an educator’s
ability to cope with the demands of the position (McCarthy, 2019).
Teacher Supply: The number of individuals willing and able to teach at the current wages and
working conditions (Berry & Shields, 2017).
Teacher Turnover: the rate at which teachers are needed to be replaced (Berry & Shields, 2017).
Working Conditions: the demands placed on teachers, responsibilities, tasks, paperwork,
administrative support, school culture, planning time, and other resources provided to fulfill all
work-related demands effectively (Mason-Williams et al., 2020).
Guiding Question
The guiding question for this literature review is: how have teacher shortages impacted
special education student learning? There are many factors to consider when attempting to
answer this question. First, one must understand the teacher shortages and the potential causes of
these shortages. Special education leaders must gain an understanding of the causes of teacher
shortages to identify strategies that can be implemented in today’s school districts. Second, it is
important to consider the impact that teacher shortages have on student learning. Researching the
impacts of teacher shortages could help special education leaders identify opportunities for
innovation and growth in order to overcome barriers or challenges associated with staffing
shortages (Rosenberg et al., 2021). Third, it is critical to investigate comprehensive strategies to
help school districts overcome staffing shortages. Because staffing shortages are very complex,
many strategies and interventions will be necessary to successfully address the reasons for
staffing shortages.

11

CHAPTER II: LITERATURE REVIEW
This chapter will identify how teacher shortages impact student learning as well as
different strategies and methods that should be implemented to successfully overcome the impact
of teacher shortages. Topics pertaining to the impact of teacher shortages include: understanding
teacher turnover and attrition, identifying teacher supply and demand, identifying the causes of
teacher turnover, recognizing the quality of working conditions and experiences, addressing
student learning and achievement, and identifying and implementing best practice strategies and
interventions.
Teacher Turnover and Attrition
Gaining a deeper understanding of teacher turnover and teacher shortages is necessary to
determine the impact on student learning. Ingersoll (2001) conducted an organizational analysis
investigating factors that impacted teacher shortages. The purpose of the study was to utilize an
organizational perspective with the Schools and Staffing Survey (SASS) and the Teacher
Follow-Up Survey (TFS) data to analyze staffing concerns and teacher turnover. The study
utilized the U.S. Census Bureau data which was gathered from a random sample of schools in
order to investigate staffing problems in school districts and to determine how school
characteristics and organizational conditions influenced the rate of teacher turnover. Ingersoll
(2001) conducted this study in three different stages which allowed for a detailed examination of
teacher shortages and turnover. The first stage focused on identifying the impact of teacher
turnover on staffing shortages or concerns. The second stage utilized several analyses to identify
how individual teacher characteristics or organizational conditions impacted teacher turnover and
shortages. The third and final stage, investigated specific reasons that teachers left their positions
or careers. This study was based on the ability to identify teacher shortages; however, this
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required an examination of individual characteristics and the specific conditions of the
workplace.
Ingersoll (2001) identified the high turnover rates as a critical focal point of research.
The study investigated the possible causes for teacher turnover and shortages to address this
major point of concern. Educators represented 4% of the workforce, almost more than double the
number of registered nurses and five times the number of lawyers, making this profession a
relatively large occupation group (Ingersoll, 2001). While the average percentage of nationwide
employee departures was about 11%, the teaching profession had higher turnover rates at above
15%; other professions, such as nursing, were below 12%. Recent research indicates that the
nursing turnover rates have increased by approximately 9%, partly due to the stressors associated
with the national pandemic (Colosi, 2022). The higher turnover rates in the teaching profession
result in a greater demand for qualified candidates to be recruited into open positions in order to
meet student needs (Ingersoll, 2001).
The National Center for Education Statistics (NCES) data revealed an increase in the
demand for teachers, the number of student enrollments, and the number of job openings
available in school districts which have proven difficult to fill (Ingersoll, 2001). Special
education teachers, representing 27% of job openings in school districts, were more likely to
leave their current position than teachers in other job placements. In fact, teachers reported
departing from their current positions for a variety of reasons: retirement, staffing concerns,
personal reasons, pursuing other opportunities, and job dissatisfaction. According to Ingersoll
(2001), job dissatisfaction was influenced by a variety of factors, such as; compensation, lack of
support, and the overall culture of the organization. The results of the study indicated that
retirement accounts only for a small number of job openings within schools, while the largest
portion of teacher turnover resulted from personal reasons and job dissatisfaction. Employee
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turnover was low in an organization that was well-managed and had a positive sense of
community.
While Ingersoll (2001) focused on teacher turnover and shortages, Boe and Cook (2006)
identified reasons for special education teacher shortages in comparison to the general education
staff. Boe and Cook (2006) reported that the shortage of qualified teachers, especially special
education teachers, had been a well-documented concern for the field of education. The main
source of data utilized for their study was teacher responses to the Public-School Teacher
Questionnaire (PSTQ), a component of the Schools and Staffing Survey (SASS) that was utilized
by Ingersoll (2001). The PSTQ data specifically provided details about teacher supply, teacher
preparation, various teaching positions, and teacher qualifications (Boe & Cook, 2006). This
research was intended to utilize a national perspective to analyze special education teacher
supply in comparison to general education teacher employment throughout a given school year.
The results were organized into different categories that addressed the national shortage
of both special and general education certified staff (Boe & Cook, 2006). The researchers
reported that there had been an increase in staffing shortages for certified special education
teachers. The shortage of fully certified special education teachers was greater than the shortage
of fully certified general education teachers. Schools need to take the necessary steps to create a
profession that is desirable to pursue as a career path, for as Boe and Cook (2006) claimed,
school districts must increase the supply of new teachers specifically qualified in special
education to effectively address the current shortage.
The growing number of teacher shortages nationally has created a problem with filling
teaching positions with qualified personnel. Carver-Thomas and Darling-Hammond (2017)
identified specific trends in teacher turnover at a national level, regional level, state level, and
across subject areas. At a national level, the percentage of teachers leaving the profession had
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increased by 3% over the past two decades. In addition to teachers leaving, approximately 8% of
teachers transitioned to different school districts. The combination of teachers leaving and
transitioning to different school districts accumulated to an average turnover rate of 16% within
the teaching profession. State levels vary due to teaching conditions such as compensation,
working conditions, and certification requirements. The study identified that the South had a
higher teacher turnover rate (16.7%) than the Northeast (10%). In addition, other regions within
the Midwest and West had an average of 13% teacher turnover annually. The state-by-state
comparison of turnover varied more significantly than national or regional averages. For
example, Utah had a low teacher turnover rate of 8%, while Arizona averaged at 24% annually
(Carver-Thomas & Darling-Hammond, 2017).
Teacher turnover not only impacts staffing shortages, but it also has the potential to
create major costs for the school districts they are leaving. Carver-Thomas and DarlingHammond (2017) identified teacher attrition as the rate that teachers leave the teaching
profession. Teacher turnover and teacher attrition both contribute to teaching shortages within
districts across the nation. Due to teacher turnover and teacher attrition, school districts often
resort to hiring inexperienced teachers or teachers who are underqualified to fill certain positions.
They may also increase class sizes or cut classes that are typically offered, all impacting student
learning (Carver-Thomas & Darling-Hammond, 2017).
Although Carver-Thomas and Darling-Hammond (2017) addressed staffing shortages
across state, regional and national levels, perhaps one of the most significant and pronounced
staffing shortage variations occurs within licensure areas, such as general education versus
special education. Over the past few years, a severe shortage has been identified in teachers that
are qualified in the areas of mathematics, science, special education, and English Language
Learner development across school districts. Special education had one of the highest turnover
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rates in comparison to other subject areas, at 13% annually (Carver-Thomas & DarlingHammond, 2017). When the Free and Appropriate Public Education (FAPE) Act and the
Individuals with Disabilities Education Act (IDEA) were passed, schools needed to ensure they
have qualified special education teachers who could differentiate their instruction, promote
inclusivity, and meet the needs of each unique individual (U. S. Department of Education, 2017;
U. S. Government Publishing Office, 2004). Teacher shortages within the special education field
continue to prove consistent and detrimental, as they are often left unfilled or filled with teachers
who are uncertified or underqualified to teach in this specific field. The study identified two
specific reasons, based on previous research, that influence the special education teacher
shortages - not enough special education teachers are being prepared to teach in this field and the
amount of attrition and turnover is too high. An additional factor that is important to note is the
difficulty of working conditions that influenced a special education teacher’s decision to leave
the profession altogether, transition to another school district, or transfer to general education
teaching (Carver-Thomas & Darling-Hammond, 2017).
Studies thus far have identified the teacher shortages in relation to teacher attrition and
teacher turnover, Mason-Williams et al. (2020), addressed the specifics of the complexity of the
special education teacher shortage. In this study a variety of factors were considered that
influenced special education teacher shortages from specific to general aspects. Teacher turnover
and attrition have influenced that power of the special education teaching workforce, as there are
always positions that need qualified teachers in order to properly provide FAPE for all students
with disabilities. Special education teacher turnover ranged from 17% to 29% annually. MasonWilliams, et al. (2020), identified aspects of attrition, which included special education teachers
leaving the profession and teachers transferring to different content areas. It is important to
understand that low rates of teacher turnover may be beneficial for school districts. For example,
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if underperforming teachers are the educators leaving the district, qualified teachers could
potentially fill the positions. However, this cycle may have a negative impact on student
outcomes, as teaching positions are becoming difficult to fill with qualified personnel. In
addition, Mason-Williams, et al. (2020), identified attrition as being very costly for school
districts. With teacher turnover being 50% greater in high poverty schools, attrition can
negatively impact the resources available to students in need, as the cost of teacher turnover
averages approximately $2.2 billion annually at a national level (Mason-Williams, et al., 2020).
Specific contributions to the special education teacher shortage fall under five categories:
staffing high poverty schools, staffing schools in remote and rural areas, recruiting and retaining
teachers of color, staffing alternative educational placements, and combating attrition (MasonWilliams, et al., 2020). Since high poverty schools serve a diverse population of students with a
variety of needs, licensed teachers are critical in order to promote student success. High poverty
schools require licensed teachers due to the diverse population of students being serviced. When
compared to wealthier districts, high poverty schools often have a difficult time finding and
retaining qualified special education teachers. In addition to high poverty school needs, remote
and rural schools also face challenges with staffing shortages due to geographic isolation, low
enrollment, lack of teacher preparation programs, and higher teacher attrition (Mason-Williams,
et al., 2020). The concerns with staffing shortages were pervasive within high poverty and rural
schools, as attracting and retaining qualified teachers proved complicated. The study facilitated
by Mason-Williams et al. (2020) found that staffing special education positions within
alternative educational settings is crucial, as these schools often have special education teachers
who are less experienced, less qualified, and are less likely to have an adequate degree. Such
findings suggest that there are difficulties with hiring qualified special education teachers that
hold proper credentials across all settings, which is problematic as these teachers have not
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received proper preparation to meet each student’s unique needs. Mason-Williams et al. (2020),
identified that professional attractiveness, stemming attrition, working conditions, and
compensation were a few of the general factors that contributed to the special education teacher
shortages across school districts.
Another study conducted by Sutcher et al. (2019) utilized different analyses of teacher
supply and demand to gain a deeper understanding of the teacher shortages across the United
States. Current trends in the teacher supply and demand are useful to help identify the reasons
behind the teacher shortages and prompt discussions to identify impacts on students and schools.
Examinations by Sutcher et al. (2019) showed an imbalance in the supply and demand of
teachers in the workforce. Throughout this study, the framework behind supply and demand that
was utilized to identify teacher shortages was described as an inadequate quantity of candidates
that were qualified to provide services to students. A teacher shortage occurs when the number of
teachers demanded for a certain position is greater than the number of qualified candidates
willing to fulfill the positions in demand. A common misconception with staffing shortages is the
desire to fill needed positions with a “warm body.” However, Sutcher et al. (2019) identified the
key concern with staffing shortages was not simply to fill the positions, but to fill the positions
with candidates that are well-qualified within their content area to provide adequate services to
students.
A report conducted by Ingersoll (2003), identified a series of analyses to identify each
characteristic behind school staffing difficulties. The data utilized in this study was from the
Schools and Staffing Survey (SASS) and the Teacher Follow-Up Survey (TFS) that was
conducted by the National Center for Education Statistics. Both samples were relatively large,
the SASS administered to 53,000 teachers, 12,000 principals, and 4,500 districts to ensure the
sample represented all types of teachers and school districts across the nation. In addition, the
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TFS represented a large sample of 7,000 teachers to ensure a comprehensive and representative
sample of teachers was utilized to determine a wide variety of information revolving around
teacher turnover. The data showed that the demand for teachers has increased in recent years, as
well as student enrollments. Ingersoll (2003), reported that 58% of all schools reported some
difficulty with filling job openings within their district, demonstrating concerns with recruitment
across the nation. The data showed that the demand for teachers and the resulting staffing
difficulties are not strictly due to student enrollment and teacher retirement, but instead are
largely due to the amount of teacher turnover. In this study, teacher turnover is defined as
teachers that are moving from their current position or leaving their teaching jobs (Ingersoll,
2003). From an organizational perspective, the key question is not to discuss and compare the
turnover rates to other professions, but instead identify how teacher turnover is a problem for
school districts.
Ingersoll (2003), reports that the data suggests there is a strong link between teacher
turnover and the difficulties schools have to retain qualified teachers. The data indicated that the
demand for new teachers and the staffing challenges associated with this are due to preretirement teacher turnover, not strictly student enrollment or increased teacher retirement as
previously thought. The idea of the “revolving door,” varies among different content areas and
school characteristics. Data indicate that teachers in math, science, and special education have
higher turnover rates than teachers in the content areas of English and social students. Similar to
Mason-Williams et al. (2020), Ingersoll (2003), found that high-poverty schools have higher
turnover rates than other public-school districts. The data suggested that teachers are departing
for reasons other than retirement, such as job dissatisfaction. Ingersoll (2003) suggested the need
to focus on other solutions than simply teacher recruitment programs, as this will not address
each organizational source of teacher turnover.
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Although each study examined unique areas of teacher turnover or teacher shortages, the
results from each study made connections regarding the impacts of staffing shortages. Ingersoll
(2001) specifically identified the factors associated with teacher turnover through the use of
organizational methods. The study utilized Schools and Staffing Survey (SASS) and the Teacher
Follow-Up Survey (TFS) data to gather and examine results. Boe and Cook (2006) as well as
Carver-Thomas and Darling-Hammond (2019) also utilized portions of the SASS data to gather
information about their specific questions related to teacher turnover and teacher shortages. Each
study identified similar reasons that impacted the increasing number of staffing shortages across
U. S. school districts. Compensation, teacher characteristics, and working conditions were
common themes identified as potential reasons for teacher turnover and staffing shortages.
Ingersoll (2001) identified that a positive work environment that is well-organized resulted in a
lower level of turnover, as there was a sense of community and support. The results gathered
from each study play an important role in developing a plan moving forward that allows school
districts to recruit and retain well-qualified staff members that can serve all students
appropriately.
Teacher Supply and Demand
The persistent problem of recruitment and retention influences the teacher shortage,
especially in special education. According to Nichols et al. (2008), the supply of qualified special
education teachers was a critical problem that has persisted for decades. The problem was not
only a serious concern with recruiting qualified candidates, but also with retaining qualified
special educators to meet the needs of each diverse student population. Research indicated that
the limited supply of qualified teachers increased the demand, leading to the overall shortage of
special education teachers (Nichols, et al., 2008).
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There are a range of concerns that prevent candidates from pursuing a career in special
education; the low graduation rates for preparation programs, discouragement from entering the
special education field, low status of teachers, low salaries, and the working conditions within
the schools (Nichols, et. al, 2008). The knowledge of the special education teaching shortage has
been highlighted since 1983, however, it is clear that the problem still exists today, with no
apparent signs of relief. The study identified a need to diversify the special education teaching
pool, as this will enhance the supply of teachers qualified to meet student needs. Although
providing a high-quality education is no simple task, it is important to implement strategies that
not only enhance the interest of teachers to go into special education, as well as increasing the
likelihood that they will remain in the field (Nichols et al., 2008).
Research conducted by Liuzzi (2021) reported on the Professional Educator Licensing
and Standards Board (PELSB) supply and demand information regarding educators in the 2019
to 2020 school year. This research provided useful information to policy-makers and education
stakeholders about the overall teaching profession. The findings suggested that during the 20192020 school year, 54% of all school districts had trouble filling teaching positions, resulting in
teachers holding a Tier 1 License or variance. Majority of school districts across Minnesota
(70%) reported being significantly impacted by the teacher shortages and (88%) by the substitute
teacher shortage (Liuzzi, 2021). Utilizing the Staff Automated Reported System (STAR)
Compliance Report, Educators Online, the Tiered Licensure Report, effective data analyses were
able to be completed regarding the supply and demand of teachers in Minnesota. Liuzzi (2021)
identified the use of the new Tiered Licensure system, describing various ways for individuals to
be qualified under Tier 1, Tier 2, Tier 3, and Tier 4 licensures. A Tier 1 license is a one-year
license that is granted with requirements of a bachelor’s degree and proof that no teacher with a
Tier 2, Tier 3, or Tier 4 license applied for the position. A Tier 2 license differs in that it is a two-
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year license that is granted with the requirements of a master’s degree, enrollment in teacher
preparation, or other criteria aligning with content knowledge and skills, as well as a job offer
from a Minnesota school district. According to Liuzzi (2021), Tier 3 and Tier 4 are referred to as
‘professional licenses,’ which have specific requirements and necessary professional
development hours for renewal.
The findings concluded that there is a smaller supply of teachers than the demand from
each school district, especially in targeted licensure fields, such as special education (Liuzzi,
2021). Although addressing all aspects of teacher shortages are important, a more effective
policy approach should focus on targeting the three specific areas in education where the demand
of teachers is the highest, with the lowest supply available. The first area in need of educators
identified by Liuzzi (2021) is the special education field. While many multiple licensure fields,
such as language programs, have a need for teachers, the special education field with a high
number of available positions and a low supply of applicants is a major target area for
policymakers. A second area of focus is the need to increase the supply of professionally
licensed teachers working within charter schools. A vast majority of educators teaching within
charter schools hold a Tier 1 or Tier 2 license, demonstrating a need to increase professional
licensure opportunities to increase the supply to such school districts. Finally, policymakers need
to address teachers of color, as they remain in short supply throughout Minnesota (Liuzzi, 2021).
The percentage of teachers of color remains significantly lower than the students of color in the
state. This finding is important, as the lack of teachers of color could be a key element to
addressing the dramatic achievement gap between students of color and white students in
Minnesota. Needed policy objectives that support increased recruitment, preparation, and support
for teachers could enhance the supply of teachers of color with professional licensure (Liuzzi,
2021).
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According to Jacob (2007), supply and demand concerns influenced the ability to hire
effective teachers within school districts. Urban schools specifically may experience teacher
shortages based on supply factors and demand factors. One of the most obvious reasons for the
teaching shortage was to address the supply or the number of teachers that were going into the
teaching profession. Wages play a major role in influencing the supply of teachers. The higher
the wages, the more likely a school district is to not only recruit new teachers, but also retain
qualified candidates for an extended period of time. In addition to wages, another factor in
supplying qualified teachers was the appearance of the working conditions. According to Jacob
(2007), research showed that salaries and the characteristics of the schools tend to be potential
reasons for a teacher's desire to enter the field and remain in the field. Another reason for the
supply shortage of teachers was the idea of geography. Research has highlighted the idea that
teachers tend to accept positions that are close to where they grew up or in areas similar to their
hometown (Jacob, 2007). Education is a field that operates highly on local labor markets, making
it critical to increase the likelihood that high quality teachers will enter urban school districts and
remain.
In addition to supply, Jacob (2007) highlights specific demand factors that influence the
teacher shortages. One of the main demand factors addressed is the idea that “high-quality”
educator may have different meanings to different schools according to their locations. Principals
and administrators in high-poverty schools versus a school in a wealthier district may have a
different view of what “high-quality” means. In addition, principals and administrators cannot
measure the effectiveness of an educator within a job interview. It is easier for principals to
identify the best and the worst quality teachers in an interview, however, teachers ranging in the
20th and 80th percentile make determining effectiveness difficult. Jacob (2007) identified the
last demand factor as dysfunctional bureaucracy, such as late hiring, late notifications of
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transfers or retirement, late state budget deadlines, and dysfunctional human resources
departments have caused districts to lose good, qualified candidates.
A few supply-oriented and demand-oriented strategies have been identified as potential
solutions to increase the supply of teacher candidates (Jacob, 2007). Supply-oriented strategies
would allow districts to focus on increasing their salaries, which could be done with uniform
wage increases or targeted bonuses that would attract and retain teachers in hard-to-staff schools.
In addition, improving working conditions and adjusting the structure of the teaching career
would help to enhance the quality of the teaching profession. Other supply-oriented strategies
included specific recruitment strategies and enhanced teacher mentoring programs that increase
the supply of teachers and reduce the attrition rates. Focusing on demand-oriented strategies was
just as important as addressing the supply concerns for the teaching profession. Jacob (2007)
identified improved hiring practices and dismissing underperforming or ineffective teachers as
two potential demand-oriented strategies that could resolve staffing shortages in the field of
education. Although there appeared to be limited focus on supply and demand understanding in
the teaching profession, there is no one right answer to resolve this issue. Jacob (2007) identified
that demand-oriented strategies should be the focus, as this would increase the likelihood of
hiring effective candidates from the start of the process. Focusing energy on the strategies that
will prove effective for the long-term is important, as this problem is too large and too complex
to be solved with one approach.
The demand for teachers has continued to explode over the past few decades (Barth et
al., 2016). Specific policies to lower the student-teacher ratio influenced the demand for more
teachers and the need to grow the teaching force to fill needed positions with qualified teachers.
Another factor influencing the demand reports was the increase in teacher vacancies. Although it
appears that teaching shortages are overwhelming, Barth et al. (2016) reported that looking at the
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current supply of teachers there should be enough to meet the demand, however the challenge to
fill needed positions still exists. Reports indicated a need to ensure best practice strategies are in
place to address staffing shortages in the areas of preparation, recruitment, and retention to
ensure all school districts get the same opportunity to hire and retain well qualified teachers
(Barth et al., 2016).
An analysis of the teacher supply and demand was conducted by Sutcher et al. (2019), in
which compelling evidence of staffing shortages across the nation. The analysis found that many
states have resorted to hiring teachers who were not fully certified simply to fill needed
positions. In accordance with other studies, Sutcher et al. (2019) found that the teaching
shortages vary significantly across subject areas. Special education has been an identified field
with severe shortages. The study suggested that the staffing shortage concerns have less to do
with underproduction of special education teachers, but instead are due to the higher levels of
attrition for these teachers. With the demand continuing to increase within all areas of special
education, the results indicated that these positions may only become more challenging to fill.
According to Sutcher et al. (2019) there are different components to effectively examine
supply and demand concerns in education. To better explain the teacher labor market, teacher
demand must be broken down into two components. The first component is to examine how
many well-qualified teachers are needed in order to sufficiently provide students with
appropriate educational opportunities. The second component is to identify the annual need for
teachers that are needed to fill vacant positions. It is critical to understand the difference between
ideal demand and actual demand, as districts must determine the desired teacher distributions and
placements versus the reality of teachers that are actually hired. Some of the critical factors that
influenced the demand for teachers were student enrollment, pupil-teacher ratios and attrition
(Sutcher et al., 2019).
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After analyzing the teacher demand, the second component to explore is the components
of the teacher supply. The first component of teacher supply is to identify the enrollments into
teacher preparation programs and graduation rates. Once the number of potential teaching
candidates is identified, analyses can reveal the potential teacher supply over time. Similar to
understanding demand, Sutcher et al. (2019) found that teacher supply can be looked at in two
ways; the total teacher supply and the number of potential teacher entrants. Using both of these
analyses’ methods, districts can effectively identify the supply pool of teachers. Sutcher et al.
(2019) stated that the supply factors of new entrants and re-entrants has the potential to meet the
high teacher demand with appropriate policies in place to provide a high-quality workforce that
has the ability to sustain teachers.
Barth et al. (2016) utilized basic economics to identify the teacher shortages as a simple
function of supply and demand. Viewing aspects of supply, the number of students entering
teacher preparation programs, special education licensure programs, or alternative programs has
declined by about 30%. Although the supply of teachers has clearly declined, the percentages
identified may not be accurate, as there are an additional number of teachers that complete their
degree and decide to not enter the teaching field. These estimates concluded that between one
quarter and one half of the teachers that have completed their degrees do not teach the year after
they graduate (Barth et al., 2016). Strictly focusing on the shrinking supply of teachers is
inconclusive alone, as the demand factors must also be taken into consideration.
According to Grimmett and Echols (2000) the youth culture is constantly changing,
which influences students’ attitudes, as well as student learning. Each change associated with
education from demographics to working conditions has influenced the supply and demand of
not only teachers, but administrators as well. The teacher supply and demand issue is a concern
nationwide. With student enrollments decreasing and teacher retirements increasing, teachers are
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in high demand. However, the supply of teachers is not increasing due to the desire to enter
higher-paying careers. The focus of this study was to investigate how changes in demographics
influence the supply and demand in the teaching profession across 12 different school districts.
The results of the study found that there were teaching shortages across all 12 of the school
districts investigated. Being that each school district was unique, Grimmett and Echols (2000)
showed that the teacher shortages vary across districts and subject area. It is clear that teacher
shortages are a concern at the state and local levels. The changing demographics and less
favorable working conditions influence the supply of teachers, as well as the retention of
teachers. Although supply is a major concern associated with the teaching shortage, hiring less
qualified candidates without proper experience simply to keep schools running does not resolve
the issue, instead creates a larger problem. It is time for policymakers to become proactive in
order to address the concerns of supply and demand (Grimmett & Echols, 2000).
Causes of Turnover
To effectively combat the effects of teacher turnover, it is critical to gain an
understanding of the variable causes of this trend. According to Podolsky et al. (2017), more than
half of the teachers leaving the profession do so for reasons other than retirement. In this study,
teachers were allowed to select multiple factors that lead to the decision to leave their current
positions. The potential factors that lead to the teacher turnover included personal life reasons,
pursuing a different career or position, dissatisfied with the school policies, dissatisfied with
administration, dissatisfied with the teaching profession as a whole, too many classroom
intrusions, student discipline problems, dissatisfied with support for student assessment, lack of
autonomy, need or desire for greater compensation, lack of influence over school policies,
enrolled in courses to improve career opportunities, dissatisfied with job assignments, and moved
or geographical issues (Podolsky et al., 2017). Although there are many factors that cause
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teachers to leave, administrative support was reported as the highest factor that caused teachers
to stay or leave their current positions. The results of the study indicated specific ways to keep
adequate teachers in their positions, school districts must strengthen teacher preparation, improve
the hiring process, increase compensation, improve working conditions, and most importantly
improve teacher support. It is critical that policymakers find ways to attract talented teachers
who are committed to their profession, as students deserve to be taught by well-prepared
educators that are satisfied with their position.
In relation to the findings of Podolsky et al. (2017), Fore III et al. (2002) studied the
causes of teacher burnout, specifically in the field of special education. National survey results
conducted by the Council for Exceptional Children (CEC) found that poor working conditions is
a major contributor to teacher turnover. In addition to poor working conditions, such as; lack of
support, limited collaboration and teamwork, and overwhelming work responsibilities, teachers
decided to leave the profession due to the stress of being unsupported, underprepared, and
overwhelmed by student needs and job responsibilities. Unfortunately, Fore III et al. (2002)
reported that once teachers left the profession, they found little to no incentive to return to the
profession. Teachers reported consideration to return if districts made changes to the support
provided to teachers, as well as other policy changes. Overall, a combination of factors led to the
decision of educators to leave the profession.
Although many factors have been identified as potential causes of turnover, Fore III et al.
(2002) reported that higher levels of stress within the work environment are predictive of
teachers deciding to leave the special education classroom. Survey results returned by educators
showed that poor working climate, lack of administrative support, poor job preparation, large
caseload responsibilities, and low salary as factors related to job stress and teacher turnover. The
results of this study indicated that a relationship between job stress or perceived job stress and
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special education teacher turnover exists. Useful data from the surveys indicated that educators
who remained in the special education field reported better job preparation opportunities, higher
satisfaction with their caseload, enhanced teacher efficacy, and perceived support from school
district leaders. This combination of factors led to less stress or perceived stress within the
workplace, leading teachers to desire to stay within their current position (Fore III et al., 2002).
Wanat (2021) studied the relationship between various independent variables (i.e.,
emotional stressors, personality type, etc.) and special education teacher burnout. Burnout, as a
term, is far too generalized, as there are different components of burnout that include emotional
exhaustion, depersonalization/cynicism, and decreased estimation of personal contribution to
work responsibilities. This study included 692 Tier 4 licensed Minnesota teacher participants that
completed a survey related to their personal level of burnout related to the areas listed above.
The participants were emailed a self-administered electronic survey that was sent via Qualtrics
after a consent form was collected. Once participants completed the survey, the results were
analyzed using the available data.
As reported by Wanat (2021), the number of students with special education needs
continues to increase in Minnesota, while the number of available licensed educators continues
to decrease. This supply and demand concern cannot be attributed to simply one cause, as there
are a variety of contributing factors. One factor contributing to the supply issue is the limited
enrollment in special education licensure programs, resulting in districts hiring candidates
without a degree in education to fill vacant special education positions (Liuzzi, 2021). Another
common contributor to the shortage of qualified educators is burnout. The role of special
educators has been identified as more stressful than the role of general educators (Wanat, 2021).
Special educators can deal with stressors that stem from mismatch between employees, job
responsibilities, and their role in the school district as a teacher and case manager. This ongoing
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stress can eventually lead to burnout, which in this study is identified as a state of mental
distress. This state of mental distress stems from the combination of internal and external factors
that contribute to the emotional exhaustion, cynicism, and decreased self-efficacy of a special
educator (Wanat, 2021).
The results of this study indicated that burnout is positively associated with special
education teachers’ pre-retirement attrition (Wanat, 2021). Retaining licensed special education
teachers has proven difficult and has been a shared concern for school districts across Minnesota.
As the problem continues to prevail, school districts and administrators continue to neglect their
own behaviors or organizational factors that impact special education teacher stress, burnout, and
attrition. Wanat (2021) reported that special education teacher attrition can be improved if school
districts implement strategies to sustain teacher energy, engagement, and feelings of selfefficacy, ultimately decreasing any feelings of burnout.
Sutcher et al. (2016) addressed the following four focal factors that influenced the ability
of districts to effectively recruit and retain educators: compensation, preparation, mentoring and
induction, and teaching conditions. Research suggested that professionals are more likely to
select the teaching profession when teacher salaries become more competitive with other
professions. Teacher salaries have an impact on teacher turnover, as lower teacher salaries cause
new and veteran teachers to leave the profession. In addition to compensation, evidence suggests
that attrition rates increase when school districts lack effective preparation programs. Data
showed that teachers receiving little to no preparation support are two to three times more likely
to leave the teaching profession after their first year in comparison to teachers receiving effective
preparation (Sutcher et al., 2016). An additional factor associated with teacher turnover is
mentoring and induction; effective mentoring programs have the potential to not only improve
retention rates, but also enhance teacher attitudes, feelings of efficacy, and instructional skills.
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Teaching conditions is another factor that plays a major role in teacher decisions to stay
in the profession (Sutcher et al., 2016). Poor teaching conditions, resulting in job dissatisfaction,
cause teachers to leave the profession at a rate two times higher than school districts with more
positive working conditions. Research showed a number of factors that relate to a positive or
negative work environment. The factors that directly influence teacher turnover include: the
quality of leadership, the school culture, collegial relationships, the quality of collaboration and
planning, teacher power in decision making, experiences with professional development,
workplace facilities, parental support, and teaching resources (Sutcher et al., 2016). These factors
provide an opportunity for policymakers to create long-term comprehensive strategies that
positively impact the teaching profession.
Ingersoll et al. (2014) examined whether pre-service education and preparation are causes
of teacher turnover. This study focused on two sets of questions - the levels of teacher education
and preparation and the association between teacher education and preparation on attrition.
Ingersoll et al. (2014) utilized Schools and Staffing Survey (SASS) and the Teacher Follow-Up
Survey (TFS) to collect and analyze data in three stages (i.e., descriptive data, logistic regression
analysis, and the effects of pedagogical preparation). The results of this study indicated that
beginning educators vary widely in their education and preparation experiences. Ingersoll et al.
(2014) reported that their analyses conclude the differences in education and preparation are
significantly related to the degree at which teachers leave the profession. Enhancing basic
pedagogical preparation for new teachers is important to enhance teacher methods and skills,
increasing effectiveness and reducing turnover.
Although many factors have contributed to teacher turnover over the past few decades,
recent research has identified the current pandemic that relates to concerns in education.
Rosenberg et al. (2020) reported that COVID-19 has created enormous consequences for student
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learning, teachers, and teacher preparation programs. COVID-19 has proven to not only be a
short-term threat, but also cause lasting concerns impacting the special education teaching
supply. Preparation programs influence teacher retention and turnover, demonstrating how
important it is for new special education teacher to feel prepared in their role (Rosenberg et al.,
2020). COVID-19 has impacted teacher candidates’ ability to complete educational programs, as
well as abbreviated field experiences, impacting teacher confidence leading to feelings of
inadequacy.
According to Rosenberg et al. (2020), in addition to teacher candidates, school districts as
a whole have been impacted by COVID-19. School districts across the nation are facing reduced
budgets, uncertainties with instructional deliveries, and challenges of safety protocols. Creative
problem-solving is necessary to achieve positive outcomes for school districts and its personnel
despite the effects of COVID-19. Rosenberg et al. (2020) recommend viewing teacher candidates
as an asset to the educational field since field experiences are one of the most important
components of preparing effective teachers. Enhancing teacher candidate preparation
opportunities should not be seen as a hassle; rather, this should be viewed as an opportunity to
foster effective teachers to build up the teaching profession. Developing teachers should be
provided with opportunities to participate in professional learning opportunities that allow for a
seamless transition into the workforce when certification allows (Rosenberg et al., 2020).
Disruptive events occur throughout time; however, instead of allowing COVID-19 disrupt
education over-time, it is important to view this pandemic as an opportunity for innovation and
growth within the educational field.
Quality of Working Conditions and Experiences
A common theme amongst each factor associated with teacher turnover is the quality of
the work environment. Ansley et al. (2019) addressed the power of a positive work environment
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and how this relates to job satisfaction and teacher retention. Staffing shortages are a common
concern across the U.S., even more problematic in high-needs schools (Ansley et al., 2019). This
study suggested that even in difficult settings, such as high-needs schools, teachers are more
likely to stay when the working conditions are satisfactory and the overall climate of the school
is positive (Ansley et al., 2019). Working conditions and school climate continue to impact
teacher job satisfaction. When teachers have high job satisfaction, they are less likely to
experience occupational stress, have higher efficacy and performance, and have positive
interpersonal interactions, which cultivates stronger commitment to their jobs.
In order for policymakers and school districts to make a difference in education, it is
important to understand how working conditions relate to job satisfaction and teacher turnover.
According to Ansley et al. (2019), the most important factors associated with working conditions
involve school leadership, workplace relationships, and job design. One of the strongest factors
associated with job satisfaction is school leadership. Effective school leadership is identified
with consistent enforcement of policies, support for behavior management, consistent
communication and feedback, flexibility for teacher autonomy, teacher inclusion, appropriate
resources, and proper mentoring (Ansley et al., 2019). Positive school leadership is critical to
ensure teachers that feel supported by their administrators, leading to greater job satisfaction and
commitment to their positions.
Although school leadership is reported to be a greater influencer of turnover, workplace
relationships are just as important to cultivate a positive work environment (Ansley et al., 2019).
Teachers who report greater collaboration and interactions with colleagues identify greater job
satisfaction than educators with limited collegial relationships. Teachers who communicate and
collaborate cohesively maintain a positive work environment that foster an overall positive
school climate. In addition to school leadership and workplace relationships, job design as
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another factor contributing to turnover. Job design relates to the structures, systems, and
processes needed to complete job responsibilities. There are certain job designs that are common
amongst school districts such as the need to manage student behaviors, engage students in
learning, and be held accountable for student achievement or success. Although these are the
overarching job designs, certain school districts have more obstacles than others related to
resources, support, and greater student needs. According to Ansley et al. (2019), effective
leadership, collegial support, and positive working conditions are associated with job satisfaction
and length of the teaching career.
According to McCarthy (2019), teaching can be a stressful occupation when working
conditions do not appropriately support educators during challenging times. The demands of the
teaching profession have the potential to create job dissatisfaction, fatigue, or burnout as well as
a reduced commitment or interest in this career. This researcher found that between 19% and
30% of new teachers leave the profession before their fifth year of teaching. Workplace
conditions are one of the main factors associated with occupational health and longevity.
Stressful workplace conditions (i.e., funding, effective leadership, etc.) related to the amount of
stress reported by teachers within the workplace. Even though workplace conditions relate to
teacher stress, they are not the only piece of the puzzle. McCarthy (2019) reported that teacher
stress is not only a result of poor working conditions, but also a result of an imbalance between
the pressures of the teaching profession and one’s ability to cope with its demands. Viewing
teacher stress in this light allows school leaders to understand why some teachers are more
stressed than others; one teacher may view their demands as greater than the available resources,
while others may view their demands within the limits of the resources available to them. These
resources could include positive leadership, helpful colleagues, and proper support (McCarthy,
2019).
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To assist with identifying teachers at risk of burnout and attrition, school leaders need to
gain a better understanding of coping strategies and stress interventions. Coping is the ability of
an individual to address a potential stressor (McCarthy, 2019). Administrators can utilize
different coping strategies to assist their teachers. These strategies include problem-focused
coping (changing the stressful situation) and emotion-focused coping (managing the emotions
with the stress). McCarthy (2019) reported that school leaders can utilize informal check-ins and
peer mentors to keep track of their teaching staff to effectively identify those in need of
interventions. These periodic check-ins can assist teachers in need to effectively work through
stressful situations, decreasing the probability of burnout or turnover.
To address the lack of qualified special education teachers, Billingsley (2004) analyzed
four major themes related to teacher characteristics and personal factors, teacher qualifications,
work environments, and teachers’ affective reactions to work. One of the biggest challenges
identified in this study is to determine how to develop an effective, qualified workforce with
positive work environments that sustain special education teachers throughout their career. There
are two conceptual models that can identify the variety of factors that lead to special education
teachers’ decision to leave the profession. The first model includes a systematic representation of
external factors, employment factors, and personal factors. The second model focuses on
building on Bronfenbrenner’s model associated with microsystems, mesosystems, exosystems,
and macrosystems (Billingsley, 2004). Utilizing these models, Billingsley (2004) identified the
power that personal circumstances (i.e., age, gender, race, personal factors, etc.) play on a
teacher’s decision to leave. Age is one of the only personal circumstances that consistently links
to attrition, as research shows that younger special education teachers are more likely to or
express their intent to leave the profession than educators that are older.
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In addition to personal circumstances, Billingsley (2004) found that certified teachers
were less likely to leave the profession than uncertified teachers. These reports demonstrate a
clear relationship between certification status and teacher turnover. Similar to other findings,
Billingsley (2004) reported that the work environment is a critical factor relating to job
satisfaction and career decisions of educators. The components of the working environment are
salary, school climate, administrative support, collegial support, support through induction and
mentoring, professional development, teacher roles and role problems, paperwork, and students
and caseload issues (Billingsley, 2004). Each component of the work environment plays a role,
either small or large, in a teachers’ decision to leave the profession.
Excessive or continued negative work environments and work problems relate to
negative affective responses to work, such as increased stress, decreased job satisfaction, and
reduced work commitment. Billinglsey (2004) documented that stress is one of the most, if not
the top, predictor of special education teacher turnover. Stress has a multitude of levels,
ultimately the worst leading to burnout. The factors that cause the stress leading to burnout are
also associated with the factors related to attrition and turnover. Stress management workshops
and enhanced peer collaboration programs improve job satisfaction and commitment to the
teaching profession, as well as reducing burnout and attrition. Higher commitment in the
teaching profession, specifically in the field of special education, is associated with greater
support from administration and educational leaders. According to Billingsley (2004) work
environment factors that have a positive impact on commitment and retention include higher
compensation, positive school climates, adequate support systems, opportunities for professional
development, and reasonable responsibilities or demands. In order to combat attrition rates,
policymakers must look at the quality of the working conditions to cultivate positive
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environments to appropriately reduce attrition and increase the sustainability of the special
education teaching profession.
The current COVID-19 pandemic has created personnel crises in teaching and has caused
disruptions within the workplace conditions across the nation (Bailey & Schurz, 2020). School
closures, switching learning models (i.e., hybrid, distance, in-person), safety precautions, and
social distancing measures created a variety of barriers within the school system increasing the
demands placed on teachers. Although the demands placed on educators pre-COVID-19 were
high, the focus for school districts currently is to ensure students are safe to attend school inperson. This creates additional challenges, as school leaders must ensure proper physical distance
between students, lower class sizes, ever-changing school schedules, aggressive hygiene
practices, and mandated masks. These additional demands have caused teachers to ponder early
retirement and potential career changes. The overall effects of COVID-19 in the field of
education are still unknown, however, it is important for policymakers and school leaders to
think about how to create a school environment that is conducive to learning and sustainable for
teachers (Bailey & Schurz, 2020). This will alleviate some of the stress associated with new
demands associated with COVID-19.
Student Learning and Achievement
Carver-Thomas and Darling-Hammond (2019) examined teacher turnover and how it
impacted school effectiveness and student learning. The study also investigated the factors
associated with teacher turnover rates in order to identify strategies that could assist in
addressing staffing shortages. School districts across the United States had been dealing with the
constant struggle of recruiting qualified teachers to meet the needs of their students. This study is
important because it addressed previous research that identified the negative impact teacher
turnover can have on school systems and students. This study is unique as it delved into various
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factors that were associated with teacher turnover at a national level. Carver-Thomas and
Darling-Hammond (2019) gathered data from the U. S. Department of Education, the National
Center for Education Statistics (NCES), the Schools and Staffing Survey (SASS) and the
Teacher Follow-Up Survey (TFS). The study utilized descriptive statistics to analyze the results
of teacher turnover and its relationship to school and teacher characteristics, students, and
workplace conditions.
Carver-Thomas and Darling-Hammond (2019) reported the teacher turnover rate to be
about 16%. Special education teachers were 80% more likely to turn over than other certified
teachers. The main predictors of teacher turnover were based on compensation, students, teacher
preparation and certifications, support, and working conditions. The greatest predictor of teacher
turnover was the workplace condition that demonstrated a lack of administrative support.
Teachers that felt supported by their administration were twice as likely to stay in their current
position than teachers who strongly disagreed with their administration. Carver-Thomas and
Darling-Hammond (2019) also identified a comprehensive approach that could help school
districts retain qualified teachers through addressing compensation issues, providing teachers
with appropriate preparation and support, and developing strong administration leaders.
In addition to the results found in 2019, Carver-Thomas and Darling-Hammond
(2017), found that teacher turnover contributes to teacher shortages, which results in school
districts hiring staff that are underqualified with less experience which impact student learning.
The research is clear, teacher inexperience and high teacher turnover rates negatively impact
student learning, resulting in educational disadvantages for schools and for students. In addition,
teacher turnover impacts all students in the school system, due to disruptions in school stability,
negative collegial relationships, limited collaboration, and financial costs. To address teacher
turnover, school districts spend on average $20,000 or more for each teacher that leaves a school
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district in an urban area (Carver-Thomas & Darling-Hammond, 2017). These effects are more
detrimental in high-needs schools, as these schools are often resulting in hiring uncertified
teachers as a last resort, as fully certified teachers are unavailable or are not applying to districts
in need. This negatively impacts student success, as high-needs schools are the students that may
need effective teachers the most.
Using a unique identification strategy, Ronfeldt et al. (2013), utilized grade level turnover
to estimate how teacher turnover impacts fourth and fifth grade students over the course of eight
years. Approximately 850,000 student observations were studied to identify the relationship
between teacher turnover and student achievement. Although turnover can result in negative
outcomes, some teacher turnover may be beneficial. The only ways turnover can be beneficial
for an institution and for student learning is if the less effective teachers are the ones that leave
(Ronfeldt et al., 2013). Although there are a few potential benefits of turnover, majority of
research has identified a negative correlation between teacher turnover and student achievement.
Correlational evidence identified by Ronfeldt et al. (2013) suggested that schools with
higher turnover rates tend to have lower student achievement. Although negative correlations
have been observed, it is important to take into consideration a variety of third factors that could
influence student achievement, such as; poverty, school working conditions, and school
leadership. According to Ronfeldt et al. (2013), identified regardless of the effectiveness of the
teacher, turnover still has the potential to impact student achievement and success. Teacher
turnover is larger than just focusing on teacher movement out of the profession or between
schools. Research demonstrates that staff cohesion and a sense of community within the school
district impact student engagement and student achievement. When teacher turnover is high, the
quality of the relationships and trust that is built between teachers and teachers, and teachers and
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students suffer. According to Ronfeldt et al. (2013) the quality of the relationships, staff
cohesion, and trust predicts student achievement.
Teacher turnover inevitably takes resources away from students, as newly hired teachers
require training and support that costs the district money (Ronfeldt et al., 2013). These costs
influence money that would originally be spent on program improvements to enhance working
conditions. Newly hired teachers often are lacking knowledge and experience to meet student
needs, impacting student achievement (Ronfeldt et al., 2013). The results indicate that teacher
turnover harms student achievement, with the effects being more severe and most harmful in
school districts with underserved student populations, potentially the students with the most
needs.
In addition to addressing teacher turnover, Etim et al. (2020), identified specific teacher
qualities that influence student outcomes. A major goal for school districts is to ensure students
are experiencing success and are achieving at their highest potential. The study discussed
specific strategies to improve student performance and the overall quality of the school
environment. Teachers are a critical component in student learning and achievement. The
effectiveness of the teacher has a major impact on whether or not a student makes gains in their
learning. Effective teachers are those that are knowledgeable about their content area, understand
their students and how to support their needs, and take responsibility for the success of their
students. The quality and effectiveness of the teacher is identified by Etim et al. (2020), as one of
the most important school-based factors that influence student achievement and student learning.
Some of the qualities effective teachers possess are flexibility, enthusiasm for their
profession, fairness, and set high expectations for their students. Effective teachers take the time
to ensure they have obtained the proper skills and knowledge within their subject area before
they begin to teach, as this impacts the students’ ability to learn (Etim et al., 2020). The purpose
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of the study was to advance on the research identifying the relationship between teacher qualities
and student achievement. This study utilized measures of school performance, years of teaching
experience, and teacher qualifications and certifications to determine how each piece influences
student outcomes. The results of this study indicate that students taught by fully qualified
teachers with proper licensing have higher school performance, specifically in the areas of math
and reading (Etim et al., 2020). It was found that teaching experience is positively related to
student achievement and the amount of gains a student may make throughout the year. These
results demonstrate a need for policy to encourage teachers to remain in their teaching profession
for longer periods of time, as teacher experience contributes positively to student success.
Results also indicate a negative impact between teacher turnover and student performance, as the
greater the teacher turnover, the lower the school performance scores (Etim et al., 2020).
Quality educators are an important factor in student achievement. Stronge and Hindman
(2003) identified six domains related to teacher effectiveness that can promote student
achievement. Students can identify “good” teachers based on their experiences with educators
that genuinely care for them as an individual student. According to Stronge and Hindman (2003),
an effective teacher is one that possesses knowledge and skills of curriculum content, contains
the strategies and resources necessary to support learner needs, and fosters a motivating learning
environment that is built on trust and mutual respect. Although questions arise determining
whether or not teacher quality matters in student achievement, Stronge and Hindman (2003)
argue that they matter significantly.
According to Stronge and Hindman (2003), curriculum, class size, resources and funding,
school involvement, and other school related factors influence student achievement, however, the
most important and influential school-based factor related to student achievement is the
effectiveness of the teacher. Research shows a strong connection between teaching and learning,
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as students placed with a highly effective teacher for a minimum of three consecutive years score
at least 52 percentile points higher on achievement tests than students placed with a lower
performing educator. Effective teachers not only influence student achievement, but also how
well a student can learn the material being taught. Stronge and Hindman (2003) reported that in a
single school year, students placed with a high quality teacher remain ahead of his or her peers
over the next few school years. Unfortunately, while quality teachers influence students in a
positive way, ineffective teachers have a negative influence on student achievement and learning.
These findings suggest that teacher effectiveness proves to be a common factor in student
success (Stronge & Hindman, 2003).
The six categories identified by Stronge and Hindman (2003) included prerequisites of
effective teachers, the teacher as a person, classroom management and organization, organizing
for instruction, implementing instruction, and monitoring student progress and potential. These
six categories collectively showed each of the attributes, behaviors, and attitudes necessary to
become an effective teacher. An effective teacher is one that has appropriate certifications,
knowledge, and skills to work with a variety of students and meet their needs accordingly.
Effective teachers exhibit care and fairness to their students, as well as a positive attitude
throughout each day to motivate students to reach their highest potential. Stronge and Hindman
(2003) reported that effective teachers have the skills and strategies to maintain a safe, orderly,
and productive learning environment for all students. To organize effective instruction as a high
quality educator, setting priorities, planning ahead, allocating adequate time and establishing
high expectations, each leading to higher student achievement. To implement instruction that
meets student needs, effective teachers provide instruction that uses a variety of strategies that
include hands-on opportunities, problem solving techniques, guided practice and feedback to
enhance student motivation (Stronge & Hindman, 2003). Each characteristic associated with
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effective teachers is critical to ensure students are receiving high quality instruction in a
classroom to increase the likelihood of student success.
According to Mason-Williams, et al. (2019), exploring the effects of the special
education teacher shortage and how this influenced providing all students with the opportunity to
succeed at school was a must. Similar to the findings of Etim et al. (2020), Mason-Williams et al.
(2019), found that fully qualified teachers that are prepared to educate students play a major role
in providing an equal educational opportunity to all students. In order to serve students with
special education needs, school districts need to provide educators that are well-equipped to meet
the needs of each individual. However, the inability to supply educators that were not only
willing, but also adequately prepared and licensed to serve this population, due to the staffing
shortages, complicated matters. As reported by Mason-Williams, et al. (2019), the staffing
shortages and staffing turnover has gone unresolved for the last 40 years. It is time for leaders to
take action in order to combat the negative effects of teacher turnover and staffing shortages.
Best Practice Strategies and Interventions
After identifying the context behind teacher shortages, the potential factors related to
supply and demand, as well as the quality of the working environment, Dee and Goldhaber
(2017) found importance in addressing the potential causes of teacher turnover and attrition to
identify potential solutions. Although districts are reporting teacher shortages across the country,
it is important to stress that the staffing shortages appear to be concentrated in specific high-need
areas, such as special education. Dee and Goldhaber (2017) identified two potential causes for
the staffing challenges. The first being policy efforts are not targeting specific concerns in
special education to combat shortages. In addition, there are consistent challenges to recruit
teachers in hard-to-staff schools, proving that existing policies, practices, and strategies have
proved ineffective.
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Dee and Goldhaber (2017) conducted research to gain a deeper understanding of the
teacher shortages and how to effectively address these concerns. An important feature associated
with teacher shortages is the number of teachers that do not hold proper credentials, specifically
in the field of special education. According to Dee and Goldhaber (2017), nearly 50 percent of
the total special education and Science, Technology, Engineering, and Mathematics (STEM)
teachers were administered emergency permits or waivers in the 2015 to 2016 school year. These
results provide evidence to support a need for several policies or practices to be put in place to
help increase the supply of qualified teachers, specifically in the hard-to-staff schools.
According to Dee and Goldhaber (2017), the two main issues that need to be addressed in
relation to teacher shortages are staffing problems in particular content areas (i.e., special
education) and the challenges certain schools face to provide, recruit, and retain qualified
teachers. There are a variety of initiatives that Dee and Goldhaber (2017) have identified to
combat the concerns with staffing shortages. One of the most direct ways to address staffing
issues is to increase the use of targeted financial initiatives. Compensation-based incentives can
be utilized to address skill shortages and school shortages, as teachers in high-needs subjects and
schools will be financially rewarded for their efforts. Although this is a potential solution,
implementing such a strategy only creates an increased cost of an already expensive reform,
essentially adding an additional problem to staffing shortages. A second area of focus for
policies is to create earlier and more aggressive recruitment practices. This would promote local
school districts to become more strategic in their hiring process, as current human-resource
departments in schools tend to be dysfunctional and ineffective when it comes to teacher
recruitment (Dee & Goldhaber, 2017).
A key component to addressing staffing shortages is student teaching, as student teaching
has the potential to influence teacher effectiveness and retention (Dee & Goldhaber, 2017).
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Offering proper attention to the developmental pipeline of new teachers is key to address teacher
supply issues, specifically in high-needs schools. Additionally, it is important to consider the
potential for modifying the licensure requirements, specifically in high-need areas. Although
there is not consistent evidence to support the outcomes of alternative licensures, it is important
that the state explore alternative licensure programs as a potential option to overcome staffing
shortages (Dee & Goldhaber, 2017). Given the difficulties with proper recruitment and retention,
it is important for districts to consider providing teacher candidates with better information about
their job responsibilities to assist with matching quality teachers to appropriate positions.
Even though staffing shortages have been identified within the teaching profession,
Billingsley and McLeskey (2008) decided to focus on identifying the implementation and use of
specific practices to overcome the teacher shortages in special education. Overtime, there has
been a slight push to enhance the effective, research-based practices implemented into special
education to ensure student needs are being met within schools. Although a need for policies has
been identified, implementing policies accurately and continually has proven difficult. A few
problems associated with the difficulty to maintain policy implications are teacher preparation
both preservice and in-service and the limited research conducted to identify the effective
practices to utilize, which influence the research-to-practice gap (Billingsley & McLeskey,
2008).
Staffing schools with well-qualified, high quality educators is essential to providing
proper instruction to students, especially within the special education field, as research has
provided evidence regarding the influence quality educators have on student learning and student
achievement (Billingsley & McLeskey, 2008). Data suggests that students who are assigned to
effective teachers for three consecutive years score as many as 50 percentile points higher on
achievement tests than students assigned to less effective teachers. Although this evidence has
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been well documented for general education teachers, data available for special education
teacher specifically is limited. This evidence suggests that special education teachers are required
to have knowledge, skills, and expertise that general education teachers do not to ensure progress
is occurring for students with unique needs (Billingsley & McLeskey, 2008).
According to Billingsley and McLeskey (2008) teacher attrition was influenced by many
factors, including teacher characteristics, personal factors, and qualifications. Special education
teachers experience additional working conditions that may impact attrition rates and educational
success for students. The umbrella of “working environment” or “working conditions” contribute
majorly to turnover, specifically in special education, as a higher percentage seek to leave their
position than general education teachers do. Specific factors of the working environment that
may increase the desire to leave are low salaries, poor school climate, lack of support from
leaders, high caseloads, staff conflict, and excessive responsibilities (Billingsley & McLeskey,
2008). Analyzing these factors collectively, the results suggest that each factor contributes to
special educators’ job dissatisfaction, stress, and quality of work.
The influence that workplace conditions have on job satisfaction can promote the
development and implementation of research-based practices within schools. In order to
effectively implement research-based practices, a school must create a collaborative school
environment that allows teachers to interact frequently, problem solve together, and work
together to adapt practices to help their school. According to Billingsley and McLeskey (2008)
many special education teachers did not feel they had the ability or time to collaborate with
general education teachers. Special education teachers are required to not only teach but also
case manage students and paraprofessionals, many end up doing the work of paraprofessionals,
as well as serving an increasingly diverse population with multiple primary disabilities. These
barriers create obstacles for special education teachers to learn and incorporate research-based
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practices and collaborate with general education teachers frequently to ensure success of such
practices (Billingsley & McLeskey, 2008). These findings emphasize the importance of a well
organized school environment that supports special and general education teachers throughout
the learning process to enhance collaboration and support with the implementation of bestpractice strategies.
The new demands, limited supply, and high attrition levels have all contributed to the
crisis in special education. The persistent teacher shortages have created challenges to adequately
hire and retain well qualified teachers, requiring proactive recommendations to be put in place to
address the shortages (Thornton, et al., 2007; Liuzzi, 2021). To effectively create policy
recommendations to meet the needs of school districts, it is important to understand the causes of
the shortages to take effective steps to increase the supply and lower the attrition rates. Special
education positions continue to prove difficult to fill (Liuzzi, 2021). Thornton, et al. (2007)
reported that of 300,000 open positions, more than 30,000 were filled with under qualified
candidates with an additional 6,000 positions left unfilled due to lack of candidates. Since the
supply appears limited, it almost seems impossible to ensure needed positions are filled with
well-qualified personnel. In addition to the limited supply, the high rate of attrition is a
significant contributor to the complex problem of teacher shortages. There are a variety of
reasons special education teachers reported leaving their field. These reasons fit into the
following categories; employment issues, working conditions, personal issues, lack of support,
student concerns, and other (i.e., retirement, better job opportunities, etc.). According to
Thornton et al. (2007) the attrition rate of special education teachers was estimated to be around
20% annually, double the general education attrition rates of only 8% annually. Especially in the
field of special education, it is critical to ensure stability within the school environment to
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promote success of students in need, emphasizing the importance that the profession cannot
continue to be a revolving door of teachers deciding to leave.
Thornton et al. (2007) identified specific recommendations to reduce rates of attrition and
increase the supply of teachers, in attempts to maintain effective special education teacher staff
employed. The first recommendation is to increase the number of special education teacher
candidates through programs such as; Troops-to-Teachers and Teacher for America, as well as
growing special education teachers within school districts with the use of incentives and ‘Grow
Your Own’ grants. In addition, districts can continue to investigate scholarship opportunities or
other funding resources to support teachers to complete courses to enhance their qualifications
within the district. School districts can also utilize their resources to support general education
teachers or paraprofessionals that would make excellent special education teachers receive
encouragement and support to obtain necessary licensure (Thornton, et al., 2007). Such programs
can help increase the number of qualified teachers prepared to teach.
Another area of focus to combat teacher shortages is to develop proactive strategies to
market job opportunities in education (Thornton, et al., 2007). Principals, human resources, and
other school leaders should utilize their platforms to develop strong relationships with
universities, job fairs, or community outreach to increase hiring opportunities. Recruitment
materials reflect the quality of the district, as recruitment strategies must be current, accurate,
and inclusive to maximize efforts to obtain teacher candidates (Thornton, et al., 2007).
One of the most important methods to address teacher shortages is focusing on retention
to keep quality special education teachers. The first area of retention is for policymakers and
educational leaders to address certification requirements to ensure a variety of opportunities to
ensure teachers are well prepared to teach (Thornton et al., 2007). Teacher induction programs
are another area of focus for retention. Implementing systematic and responsive teacher
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induction programs is critical for all beginning teachers, as teachers who are familiar with the
supports and resources available to them within a district are less likely to leave or switch
careers. In addition to induction programs, the importance of mentoring programs cannot be
optional for beginning teachers. Thornton et al., (2007) reported mentoring programs as useful
for strengthening the performance of teachers. Mentoring capitalizes on existing resources by
gaining knowledge and skills from an accomplished teacher, mentoring can be cost effective, and
mentoring can increase retention and teacher satisfaction inevitably enhancing school
performance. Retention can also be impacted by enhancing professional development
opportunities to improve teaching and learning, improving working conditions, and increasing
the amount of administrative support teachers receive from leaders in the district.
Educational leaders need to take the time to change the culture of the teacher profession
to elevate the status of educators (Thornton et al., 2007). Proactive leadership is critical to
addressing issues of aggressive marketing strategies, additional recruitment strategies, decreasing
teacher turnover, staff development opportunities, and increase compensation. Proactive
strategies are key, as reactive strategies will not address identified concerns with staffing
shortages. School districts can be proactive by cultivating an atmosphere that respects its
educators, providing positive working conditions, and support each professional. The systematic
changes that would allow districts to change the culture of the school and adequately attract and
retain highly qualified teachers would be to implement proactive principal leadership, fostering
support for special education teachers, employing certified teachers, and increase retainment
through mentorships, staff development opportunities, and support (Thornton et al., 2007). In
order for students with disabilities to receive instruction by a highly qualified special educator,
proactive methods are necessary to diminish the effects of staffing shortages.
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The challenge with strategies for staffing shortages is not designing and implementing
them, but sustaining these supports over time (Berry & Shields, 2017). As the challenges with
teacher shortages have been previously identified, evidence showed the importance of ensuring
strong preparation and mentoring programs, increasing compensation and equalizing salaries
across districts, providing supports for high quality teaching, enhancing professional working
conditions, enhanced leadership, increased time for collaboration, and valuing teachers. Evidence
shows that nearly 60% of teachers nationwide utilize technology for online networking and
interaction with other teaching colleagues (Berry & Shields, 2017). Teachers nationwide are
actively engaging in professional exchanges, as collaboration and support are needed within this
profession. Research by Berry and Shields (2017) emphasized the value of strong social
networks among teachers, as this allows educators to learn from each other, connect with other
educators, and enhance collaboration to change and create positive work environments. Teacher
networking is useful for decreasing teacher isolation and reducing attrition, as networks
empower teachers to advocate their needs to enhance the profession with needed policies and
practices. According to Berry and Shields (2017) having forceful advocates amongst members of
the teaching community is important to strengthen the teaching profession, which will inevitably
lead to powerful results for students.
There have been many ideas addressed in attempts to combat the effects of teacher
shortages. Gunderson and Karge (1992) discussed whether or not emergency permits can ease
the special education teacher shortage. The purpose of the study was to utilize surveys to
describe the personal and professional characteristics, as well as perceived effectiveness and
support, of emergency certified educators. Gunderson and Karge (1992) surveyed 239 teachers,
with 53 individuals currently teaching in special education with the use of an emergency permit.
A Survey of Teacher Effectiveness and Support (STES) was utilized to gather data for this study.

50

Gunderson and Karge (1992) reported the STES surveyed four areas of general information,
teacher effectiveness, teacher support, and emergency certification programs.
The results of Gunderson and Karge (1992) found that self ratings of effectiveness were
fairly high, with no direct relationship to perceived supports. Respondents reported positive
feelings about emergency certification programs with high correlations to professional support to
increase job satisfaction. These findings indicate that special educators teaching under
emergency permits desire and need support from other special educators and education leaders
(Gunderson & Karge, 1992). Another important finding was the long-term effects of emergency
permits. Emergency permits may be a short-term answer to an immediate concern, however,
identifying concerns with retention and attrition rates must be identified. Only 50% of the
respondents in the study indicated they plan to continue teaching special education after five
years, indicating that emergency certifications may be a band aid approach to a more complex
problem. Although Gunderson & Karge (1992) studied emergency permits in the past, staffing
shortages continue to have a variety of potential causes, demonstrating a need to review literature
that identifies different approaches that can provide answers to the persistent problem many
school districts are facing today. Previous research conducted by Gunderson & Karge (1992) can
be useful for policymakers as it provides insight into strategies used in the past that were
successful and potentially implement strategies or spark new ideas for issues today.
As staffing shortages have been a major concern for decades, recently Lachlan et al.
(2020) addressed the impact that the coronavirus disease 2019 (COVID-19) had on the teaching
workforce, as well as strategies to address these effects. The impact of the pandemic has had
considerable impacts on the teaching profession, as Lachlan et al. (2020) reported decreased
enrollment in education preparation programs, decreased interest in staying in education, and
increased consideration for retirement. In addition, the significant changes to the working
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conditions, such as uncertainty with schooling formats (i.e., in-person, distance learning, hybrid,
etc.), a focus on remote learning, and new protocols for health and safety have created stress
within the teaching profession. According to Lachlan et al. (2020) the current need for qualified,
excellent teachers and educational leaders is greater now, especially for students that have been
significantly impacted by the pandemic.
State educational agencies must work to consider specific aspects of attracting, preparing,
and retaining educators (Lachlan et al., 2020). In the area of attracting educators, districts must
look into unemployment in other job sectors, which would increase the supply of educators. In
addition, school districts should implement Grow Your Own programs to build the teaching
profession within each district. Once districts can adequately attract teacher candidates, it is
important to effectively prepare through field experiences, induction, and state policy about
licensure and certifications (Lachlan et al., 2020). The final aspect to consider is better
retainment of educators. This can be done through reduced district budget cuts, enhanced
working conditions, and decrease the desire for early retirement.
According to Lachlan et al. (2020) to ensure equitable access for all students, districts
should focus on developing, supporting, and retaining educators through a comprehensive
viewpoint. During the COVID-19 pandemic, states may have been tempted to address shortages
or other issues with short-term management without looking into the potential unintended
consequences or long-term impacts it may have on education. In order to gain a better
understanding of the problems associated with teacher shortages, Lachlan et al. (2020)
emphasized the importance of disaggregating data by school-level and subject-area. In doing so,
states can determine which students, teachers, regions, and subject areas are impacted directly by
teacher shortages. According to Lachlan et al. (2020) disaggregating the findings revolving
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around teacher shortages, strategic decisions about appropriate funding, incentives, and other
proactive programs or supports can be made to positively impact staffing decisions.
Brownell et al. (2004) analyzed the dilemma related to meeting the demand for quality
special education teachers. A comprehensive set of key strategies are a powerful tool to ensure
an adequate supply of qualified, effective teachers are available in special education. Brownell et
al (2004) reported that beginning special education teachers are at a higher risk of attrition due to
the demanding nature of the work responsibilities. To address this attrition risk, policy makers
must craft induction programs that have clear goals for improving the teaching profession,
provide sufficient opportunities for new teachers to work with qualified mentors, extensive
professional development activities, and adequate fiscal and political support. Induction is most
effective with strong partnerships between preparation programs and school districts to cultivate
coherence between teacher prep and classroom experiences. This collaboration will allow new
educators to utilize the skills they have learned in preparation programs in the classroom
environment (Brownell et al., 2004). To effectively design induction programs for special
education teachers, programs must consider strategies for inclusion of new special education
teachers and supporting each special education teacher based on his or her prior experiences.
Comprehensive induction programs are not only effective for new and current educators, but also
prove cost effective for school districts (Brownell et al., 2004). Well-designed induction
programs have the potential to be a powerful strategy that can reduce teacher turnover and
enhance teacher quality.
Although many practices have been analyzed to address teacher shortages, Jensen et al.
(1992) addressed on-the-job-training as a potential solution to the special education teaching
shortage. Teachers’ personal characteristics and educational preparation, as well as external
factors account for a teachers’ commitment to the educational field. Teachers whose initial
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assignments have high stress lead to decreased commitment in their teaching career. Jensen et al.
(1992) recognized the importance of early experiences to overall job satisfaction and
commitment to the profession. This study focused on addressing the perceptions of special
education on-the-job trainees regarding their satisfaction with their position, congruence between
their expectations and reality of working conditions, and their commitment to the profession
(Jensen et al., 1992). Data was collected via questionnaires that included multiple choice and
open ended questions to gather information on special education on-the-job trainees.
Jensen et al. (1992) reported that 68% of the respondents stated that working with the
students was the most satisfying aspect of their job as a special education teacher. At the same
time, respondents identified meeting student needs as the greatest challenge of a special
education teacher. This could be due to diverse student needs and difficulties with managing
behavioral and emotional needs. In addition to challenges in meeting student needs, respondents
report challenges with interpersonal relations and collaboration, communication with parents and
administrators, and inadequate resources (Jensen et al., 1992). Respondents continued to report
not only on the satisfying and challenging aspects of their position, but also on their expectations
of their career. According to Jensen et al. (1992) 45% of the respondents reported their current
teaching position was worse than they had expected coming into the profession. These results
indicate that respondents choosing to teach students with special education needs find job
satisfaction when able to promote growth in their students.
The results of Jensen et al. (1992) found that on-the-job special education training may
address teacher shortages right away, the long-term effects may not be as positive. Only 51% of
the trainees reported commitment to the special education teaching profession. On-the-job
training for special education teachers may negatively influence the teaching profession, as it has
the potential to discourage candidates if they are exposed to challenging positions during their
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training. The link between the quality of the first teaching experience and the commitment to the
special education profession is apparent. Due to this connection, Jensen et al. (1992) suggested
that districts and policymakers provide protected assignments for new special education teachers
or on-the-job trainees. These protected assignments can cultivate a positive experience for the
first year of teaching, enhancing the probability of commitment to the profession. The findings of
Jensen et al. (1992) prove useful today, as policymakers can utilize this information moving
forward when creating policies for addressing staffing shortages. This research provides insight
into on-the-job training that allows policymakers and stakeholders to avoid making the same
mistakes that occurred in the past, as on-the-job training may not yield the best results when
compared to other long-term best practice strategies and solutions.
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CHAPTER III: DISCUSSION AND CONCLUSION
Summary of Literature
Teacher shortages and its effects have been a growing concern over the years. To gain a
deeper understanding of the impacts of teacher shortages, literature has been broken down into
the following categories: teacher turnover and attrition, teacher supply and demand, causes of
turnover, quality of working conditions and experiences, student learning and achievement,
and best practice strategies and interventions.
Ingersoll (2001) reported that high turnover rates have been critical for research, as job
vacancies have proven difficult to fill, especially in the field of special education. According to
Boe and Cook (2006), the shortage of certified special education teachers was greater than the
shortage of general education teachers. A few of the largest reasons for teacher turnover were
reported as personal reasons and job dissatisfaction. To reduce employee turnover, school
districts must work towards a well-managed school culture that fosters a positive sense of
community (Ingersoll, 2001). Teacher turnover not only has the potential to impact staffing
shortages, but it can also result in major costs for the school districts they are leaving. CarverThomas and Darling-Hammond (2017) identified several reasons for the high teacher turnover
rate, including not enough special education teachers enrolled in teacher preparation programs,
compensation, and difficult working conditions. With higher turnover rates, schools have
resorted to hiring unqualified candidates to fill needed positions.
According to Mason-Williams et al. (2020), low rates of turnover may be beneficial for
school districts, specifically if it is underperforming teachers that are leaving. Underperforming
educator turnover benefits districts by allowing them to rebuild their school culture with more
effective educators. A key concern with staffing shortages is not to simply fill the open
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positions, but rather to fill these positions with candidates who are well-qualified and effective
within their content area (Sutcher et al., 2019). There is a strong relationship between teacher
turnover and the difficulties schools face to retain qualified teachers. Ingersoll (2003) found
that since educators are departing from their positions for reasons other than retirement, other
solutions are needed in order to effectively address each source of teacher turnover.
According to Grimmett and Echols (2000), teachers remain in high demand; the supply
of teachers continues to be critical, as many candidates desire to enter a higher-paying career.
Nichols et al. (2008) reported that the concerns with teacher supply and demand result from
challenges with recruitment and retention of qualified candidates. It is important to continue to
work towards enhancing the interest of new teachers to enter the special education field and
increase the likelihood that they will remain in their positions. A variety of supply and demand
factors influence the teacher shortages (Jacob, 2007). Some factors influencing the supply of
teachers are working conditions, compensation, and geography, while the teaching demand is
influenced by different meanings of “high-quality” teachers, difficulty measuring effectiveness
in a job interview, and a dysfunctional bureaucracy. In order to properly address concerns with
shortages, Barth et al. (2016) found that both supply and demand factors must be taken into
consideration to give all school districts, especially high-needs schools, the same opportunity
to hire and retain qualified personnel. Although supply is a major concern, Grimmett and
Echols (2000) concluded that hiring less qualified candidates to keep schools running can
create a large problem, requiring policymakers to become proactive instead of reactive.
Podolsky et al. (2017) found that over half of the teachers leaving the profession do so
for reasons other than retirement. Some of the identified factors leading to teacher turnover are
personal reasons, pursuing a different career, job dissatisfaction, and lack of support. However,
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the most powerful factor in a teacher’s decision to leave the profession was the amount of
administrative support they received. Fore III et al. (2002) found that poor working conditions
was a major factor in teacher turnover as well. Poor working conditions tend to lead to
increased job stressors and job dissatisfaction. A relationship between job stress and special
education teacher turnover exists. A combination of factors, including job preparation
opportunities, satisfaction with caseloads, teacher efficacy, and support from the district, lead
to the amount of stress within the workplace (Fore III et al., 2002). Teachers also reported
leaving the profession because of lack of support, under preparedness, and feeling
overwhelmed by student needs and job responsibilities. Sadly, once a teacher has decided to
leave the profession, there are minimal incentives that exist to return (Fore III et al., 2002).
Summarizing the causes of turnover, Sutcher et al. (2016) found that compensation,
preparation, mentoring and induction, and teaching conditions were predictive of teacher
turnover. Ingersoll et al. (2014) reported that enhanced preparation experiences for teachers is
critical to improve teacher methods and skills, increase the effectiveness of the educator, and
reduce the amount of turnover experienced by a district. The COVID-19 pandemic has also
been found to impact the teaching supply. COVID-19 has influenced teachers’ abilities to feel
prepared in their role, as teacher candidates have dealt with abbreviated field experiences,
impacting teacher confidence; this ultimately leads to turnover (Rosenberg et al., 2020). In
addition, school districts have been negatively influenced, as they are facing challenges with
budgets and safety protocols as well as instructional delivery changes. The factors that directly
influence teacher turnover are the quality of the leadership, the school culture, relationships
with colleagues, collaboration and planning, professional development, and workplace
conditions (Sutcher et al., 2016).
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Considering the various causes of turnover, a common theme found amongst the
literature is the quality of the work environment. Ansley et al. (2019) concluded that even in
the most difficult settings such as high-needs schools, teachers are more likely to stay when the
working conditions are satisfactory and the overall climate of the school is positive. McCarthy
(2019) found that the demands of the teaching profession, with poor working conditions, have
the potential to create job dissatisfaction, increased stress, fatigue, burnout, and reduced
commitment or interest in the career. Teacher stress is not only a result of the poor working
conditions of the school district, but also an imbalance between the pressures of the teaching
profession and ones’ ability to cope with the challenges (McCarthy, 2019). Reducing teacher
stress through support and peer collaboration can lead to a reduction of turnover rates. The
work environment is critical to the job satisfaction of the educator, as continued negative work
environments relate to increased stress, decreased job satisfaction, and reduced work
commitment (Billingsley, 2004). Effective leadership, collegial support, administrative
support, and positive working conditions are all predictors of job satisfaction and the length of
their teaching career (Ansley et al., 2019).
With few benefits of teacher turnover, the majority of the research has identified a
negative correlation between teacher turnover and student achievement. Schools with higher
rates of turnover have lower student achievement (Rofeldt et al., 2013). Teacher turnover
impacts all students within a school district, as turnover disrupts school stability, leads to
negative collegial relationships, limits collaboration, and increases financial costs (CarverThomas & Darling-Hammond, 2017). Teacher turnover inevitably takes resources away from
students, as newly hired teachers, especially unqualified personnel, require training and
supports that cost the district money. These costs influence how district money is spent, which
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originally could have been used on program improvements to enhance working conditions
(Rofeldt et al., 2013).
The overall effectiveness of the teacher has a major impact on student learning.
Students who have been taught by fully qualified teachers have higher school performance, as
teaching experience positively impacts student achievement (Etim et al., 2020). A strong
connection between teaching and learning exists, as students who are placed with a highly
effective teacher for a minimum of three years score higher on their achievement tests than
students placed with less effective educators. Unfortunately, the reverse of these findings is
also true, with less effective teachers negatively impacting student achievement (Stronge &
Hindman, 2003). Each characteristic associated with an effective teacher allows students to
receive high quality instruction within their classroom environment, increasing the likelihood
of student success and growth.
Each factor associated with teacher turnover has prompted the development of
necessary strategies and interventions. A collaborative school environment that allows teachers
to collaborate frequently, problem solve, and work together to adapt practices that can help
their schools is the start to a well-organized school culture (Billingsley & McLeskey, 2008).
Certain school districts have attempted to implement emergency permits to solve teacher
turnover; however, this is only a short-term answer to a more complex problem (Gunderson &
Large, 1992). In addition to emergency permits, Jensen et al. (1992) found that on-the-job
training is a potential short-term solution, but the long-term effects may not be as positive. Onthe-job training has the potential to discourage candidates from the teaching profession if they
are exposed to challenging positions during their training experience. If school districts can
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provide protected assignments for new teachers, on-the job training could lead to higher
probabilities of commitment to the profession (Jensen et al., 1992).
Maintaining stability within school environments is critical to promoting the success of
students in need. Thornton et al. (2007) recommended the use of Troops-to-Teachers programs
and growing teacher candidates within school districts to reduce the rate of attrition and
increase the supply of teachers. Districts can investigate scholarship opportunities and other
funding resources to support teachers to enhance their qualifications, as well as supporting
general education teachers and paraprofessionals to pursue a career in special education.
Developing proactive strategies that market job opportunities and build relationships with
universities, job fairs, or community outreach can increase hiring opportunities. Berry and
Shields (2017) reported the importance of strong preparation programs, enhanced mentorship
programs, increased compensation, enhanced support and collaboration, and improved
opportunities for social networks as potential solutions to teacher turnover.
According to Dee and Goldhaber (2017), increasing the use of compensation-based
incentives and more aggressive recruitment practices can allow districts to be more strategic in
their hiring process increasing the supply of teachers. Paying close attention to the pipeline of
new educators is key in addressing teacher shortages. Allowing teachers to have alternative
licensure programs and a proper understanding of their job responsibilities can decrease the
potential for teacher turnover (Dee & Goldhaber, 2017). COVID-19 has impacted the teaching
progression by decreasing the number of educational preparation programs, decreasing interest
in staying in education, and increasing consideration for early retirement (Lachlan et al., 2020).
To combat these effects, districts must investigate unemployment in other job sectors,
implement Grow Your Own programs, enhance field experiences and induction programs, and
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disaggregate by school level and subject area to make decisions that will address staffing
shortages comprehensively (Lachlan et al., 2020). According to Brownell et al. (2004), school
districts must create induction programs that have clear goals for improving the teaching
profession, providing sufficient opportunities for new teachers to work with qualified mentors,
and enhancing professional development. Comprehensive strategies are a powerful method to
address the complex issue of teacher shortages.
Professional Application
Research has shown that teacher shortages can have a negative impact on student
achievement and student learning (Ronfeldt, Loeb, & Wyckoff, 2013). In order to influence
student achievement in a positive manner, it is critical that school districts implement
comprehensive strategies to combat teacher turnover and attrition that leads to teacher
shortages. Knowing that staffing shortages stem from teacher turnover, which is caused by
poor working conditions, compensation, limited support, and job dissatisfaction, school
districts must implement strategies that overcome these factors.
One of the first steps school districts must take to combat teacher shortages is to
increase support, staff mentoring, staff collaboration, social networks, and induction programs,
which will empower teachers in their current positions (Berry & Shields, 2017). This sense of
empowerment will enhance teacher efficacy and teamwork, leading to a positive school culture
and work environment. Although these strategies will help teachers in their current placements,
school districts cannot stop here. In order to overcome the challenges of teacher shortages,
school district must become proactive in their hiring strategies and community relationships to
increase the supply of teachers that are being prepared to teach in all school districts, especially
high-needs schools (Darling-Hammond & Carver-Thomas, 2016).
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Teachers, particularly those in special education, have various responsibilities that can
quickly become overwhelming without proper training, certifications and licensure, and
supports in place. Although schools are limited in the amount of resources they have available,
it is important to be proactive in recruiting and retaining quality educators. If districts are
unable to implement proactive strategies, resorting to short-term fixes such as emergency
permits or on-the-job training will only cost the schools more money resulting in fewer
resources for the students. Although it may seem overwhelming, school districts must start
somewhere. Failing to implement comprehensive strategies that empower teachers to enter and
remain in the field of education will only culminate in larger problems in the future (CarverThomas & Darling-Hammond, 2017). Implementing strategies that include clear goals for
teacher improvement and support, increased compensation and incentives for teachers, and
positive working conditions will decrease the number of teachers who are looking to leave the
profession entirely. If policymakers are able to make a positive change to the teaching
profession, teachers who have retired early or transitioned to a new career may feel the desire
to return to teaching. All students deserve the right to receive a high-quality education, which
begins with the school districts’ ability to supply qualified, effective educators that are
prepared to meet the needs of all students. This can only be accomplished with effective
strategies put in place to empower and support teachers, increasing the longevity of their
career.
Limitations of the Research
Much of the research conducted on staffing shortages focuses on aspects of teacher
turnover, such as knowledge about turnover, attrition, causes, and strategies for overcoming
turnover. Some researchers, such as Jensen, Mortorff, and Meyers (1992), utilized self-
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reporting data and experiences, which should be interpreted with caution. Boe and Cook (2006)
utilized national reports throughout their research, which has less generalizability towards state
and local levels. Limited research has focused solely on the direct effects of teacher turnover
on student achievement. Having additional studies focusing on the relationship between
teacher turnover and what aspects of student achievement are impacted would be more
impactful. Many studies identified specific strategies that would be helpful in combatting
turnover; however, they did not identify how to effectively move forward with implementation
into various districts. Each study identifying useful strategies to combat turnover have
limitations, as Ingersoll (2003) identified that none of the policies worth adopting will be
inexpensive or easy by nature. Another important limitation to identify is that this research is a
small selection of articles on this topic, not an exhaustive selection.
Implications for Future Research
Research has concluded that turnover harms student achievement; however, it is
important for future research to identify the specific aspects by which turnover harms student
achievement (Ronfeldt et al., 2013). This would allow strategic implementations of practices to
address the areas that are directly impacted by turnover. Future research needs to be done
focusing on special education teacher shortages, as this content area has been identified as one
of the greatest shortage areas in the field of education. According to Mason-Williams et al.
(2019), one of the focal areas of future research should be looking into specific ways
policymakers can identify, develop, and implement comprehensive strategies that will
effectively address staffing shortages.
Teacher effectiveness has been a common theme discussed throughout research.
Gunderson and Karge (1990) have indicated that future research should focus on identifying
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the specific variables associated with teacher effectiveness. Not only is identifying the
characteristics important, but it will also indicate how to develop these characteristics in future
and current educators. There is much to be learned about how to make the field of special
education more attractive to both current and future teachers. Another focal area of future
research needs to be how the conditions within the school districts contribute to special
educators’ decisions to stay or leave. Billingsley and McCkleskey (2008) identified the
importance of focusing on the effects of special education teacher quality on retention.
Conclusion
How have teacher shortages impacted special education student learning? Research has
shown that the greater the teacher turnover, the lower the student’s score on achievement tests
(Etim et al., 2020). Students in special education benefit from stability and positive learning
environments, which cannot be cultivated when turnover rates are high. Many teachers have
self-reported in studies the reasons behind teacher turnover, which impacts teacher shortages
(Ansley et a., 2019). The overall findings from numerous studies can conclude that school
districts must develop strategies within their districts to decrease stress, improve working
conditions, enhance collegial and administrative support, and increase compensation to lower
the turnover rates in education. Implementing comprehensive strategies will allow districts to
create a positive work environment at a holistic level, not only to reduce attrition but also to
retain special education teachers. The time for change in education is now. With the help of
powerful advocates, school districts can implement the kinds of teacher recruitment,
preparation, and mentoring strategies that are known to not only strengthen the teaching
profession, but also to yield powerful results for all students.
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